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Abstract 
The dynamic nature of labor market and the shift from the lifelong employment with a single employer to multiple careers has 
impacted development of new approaches toward career. Hence, the concept of boundaryless career as the opposite to the 
traditional, organizational career was proposed. Meanwhile, the construct of protean career focuses on self-directed vocational 
behavior. The paper aims to compare traditional and contemporary approaches toward career development. The emphasis is put 
on individual perspective versus organizational perspective. The authors strive to reveal what factors impact the success of the 
second or even the third career. The contemporary findings provided in scientific literature are discussed and analyzed. The 
researches focused on approaches toward career are seen as vast and complex. On the other hand, the complexity of phenomenon 
impacted inconsistency of different studies. Resulting conclusions about the implications of contemporary approaches toward 
career development would lead us to develop the framework and recommendations for future research and theory development.  
1. Introduction 
The dynamic nature of business environment has impacted different approaches toward career. Traditional 
approach emphasizes predictability, security and linearity, has been replaced by protean and boundary less career. 
On the other hand, many organizations still perform in a relatively stable environment and maintain the traditional 
systems. Hence, the transition from relatively stable to dynamic environment is seen as significant issue. The paper 
aims to compare traditional and contemporary approaches toward career development. The emphasis is put on 
individual perspective versus organizational perspective. The authors strive to reveal what factors impact the success 
of the second or even the third career.  
2. Career and second career: an overview 
The scientific literature focused on career is vast and comprises aspects from different disciplines such as, human 
development, psychology, sociology and the organizational sciences. According to some scholars, a single 
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perspective toward career might limit the scope of research and understanding of phenomena (Baruch 2006). Hence, 
the different approaches toward career concept have been developed.  
For instance, London and Stumpf (1982) state that career is “the sequence of work-related positions occupied 
throughout a person’s life”. Therefore the idea, that career is the individual’s sequence of experiences, roles and 
relationships in work related organizations, has been adopted. 
The dynamic business environment has impacted development of a second career concept. Baruch and Quick 
(2007) state that today even third and fourth careers are commonplace.  
Studies focusing on a second career aim to explain transition of managers and executives. For instance, Lorsch 
(1995) emphasizes that retired CEOs may opt to be board members of other companies. Notably, retired CEOs are 
seen as more effective than active senior executives due to similar experience, available time and flexibility. 
Meanwhile, Levinson (1988) argues that competition in contemporary organizations stimulate a manager to think 
about a second career. Hence, the emphasis is put on the main motives and stimuli of a second career. There is a 
separate strand of literature devoted to CEO succession. The scholars aim to explain the fit between candidate and 
the contingencies facing the firm (Charan 2005). Meanwhile, another group of scholars focus their research on 
second-career individuals entering teaching position. For instance, some scholars state that post-career military 
personnel are excellent sources for future teachers due to their skills, maturity and self-confidence (Chambers 2002). 
Therefore the studies aim to explain transferable competencies and support provided in new organizations. 
Notably, some scholars distinguish the career concept from organizational and individual perspective. The 
traditional career model suggests career progress as sequential steps in one organization or occupation. Hence, 
career progression is based on continuity and length of service (McDonald et al. 2005). Vertical success and 
monetary rewards are seen as main features of traditional career. A main underlying premise which is adopted by 
the scholars is that organizations are responsible for individual’s career. Taking into consideration organizational 
perspective, the emphasis is put on management succession planning and development of managerial talent 
(Adamson et al. 1998). Therefore organizational structures, culture and internal processes are seen as essential 
inputs for career systems (Baruch 2004).  
Individual perspective assumes different meanings of career such as satisfaction of economic needs, social status 
and “life dream”. According to Collin and Watts (1996), career is “the individual’s development in learning and 
work throughout life”. The individual perspective of career emphasizes the responsibility of individual to plan and 
manage career throughout life. Therefore, one stream of studies has shifted the attention toward different ways in 
which individuals can manage career (King 2001).   
However, environmental and organizational changes have impacted the need to develop much broader concept of 
career. Contemporary literature adopts the view that career is “an individual’s work-related and other relevant 
experiences, both inside and outside organization, that form a unique pattern over individual’s life span” (Sullivan, 
Baruch 2009). Hence, the definition embraces both individual and organizational perspectives. Meanwhile the 
scholars distinguish subjective and objective careers. According to Arthur et al. (2005) subjective (or psychological) 
career reflects the individual’s own sense of his or her career and what it is becoming. On the other hand, objective 
(or physical) career reflects more or less publicly observable positions, situations and status. Taking into 
consideration the scientific discussion regarding subjective and objective career, further we elaborate on the 
concepts of boundary less and protean career. 
3. Boundaryless and protean career 
The concept of boundary less career, developed by Arthur and Rousseau (1996), implies “a range of possible 
forms that defies traditional employment assumptions”. The scholars distinguished the term from the previous one – 
“bounded” career. Notably, an increased number of scholarly investigations into boundary less career have enriched 
and broadened scientific literature.  
The scientific investigations focused on boundary less career distinguish the central role of individual agent. 
Sullivan (1999) emphasizes the following types of career experience: 1) transitions across occupational boundaries; 
2) transitions across organizational boundaries; 3) changes in the meaning of employment relationships; 4) network 
relationships; 5) transitions across boundaries between roles and 6) transitions across boundaries within roles. On 
the other hand, the emphasis is put on physical mobility across boundaries. Sullivan and Arthur (2006) conclude that 
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the main reasons of researches are twofold. The first reason relates to the fact that researchers have been less 
interested in the psychological mobility. Taking into consideration interpretations provided by Arthur and Roseau 
(1996), psychological mobility is the perception of the capacity to make transitions. Hence, the second reason relates 
to the fact that researchers may find it easier to measure physical mobility.  
Notably, Sullivan and Arthur (2006) emphasize that both “physical and psychological mobility – and the 
interdependence between them – can thereby be recognized and subsequently measured”. Hence, the concept of 
boundary less career is interpreted as multifaceted phenomenon that embraces various boundaries and levels of 
analysis. On the other hand, Inkson (2006) emphasizes that boundaries do not disappear but have to be crossed. 
Hence, the idea to replace the concept “boundary less” into “boundary-crossing” has been suggested.  
Meanwhile, Hall (2004) has developed the idea of the protean career. He claims that the protean career is the one 
in which the person “is in charge, the core values are freedom and growth and the main success criteria are 
subjective vs. objective” (Hall 2004). Notably, the success of protean career is impacted by continuous learning, 
self-awareness, personal responsibility and autonomy. Niles et al. (2002) define the protean career as “in which 
(people) are prepared to change with change, to be personally flexible and able to anticipate emerging trends and 
transform their skills and attitudes to accommodate such changes”. On the other hand, the investigations provided by 
Inkson (2006), allow us concluding that there may be a tendency to focus on the “adaptability” meaning. The 
scholar suggests more accurate terms such as “self- directed career” and “autonomous career”.  
Some scholars argue that boundaryless and protean career are distinct constructs (Baruch 2006). However, the 
researches concerned with boundaryless and protean career are rather complementary to each other than competing. 
The scholars argue that adaptability is a trait and boundary-crossing is behaviour (Inkson 2006). Hence, protean 
career embrace psychological aspects such as self- direction, adaptability, identity and values. Meanwhile, the 
meaning of boundaryless career refers to observable behaviour and predictability.  
4. The implications of traditional and contemporary views  
The scientific studies focused on boundary less and protean career aim to explain what factors impact success of 
career. Taking into consideration the fact that these theories put emphasis on the role of individual, the success 
factors are linked to the individual’s marketability. On the other hand, objective measures of success are de-
emphasized. Hence, the success is impacted by three classes of variables: “knowing why”, “knowing whom” and 
“knowing how”.  
According to Eby et al. (2003) these variables could be defined as carrier competencies. The first “knowing why” 
variable refers to individual’s motivation, personal meaning and identification, impacting exploration of various 
possibilities and adaptation to circumstances. Meanwhile, “knowing whom” is linked to various networks and 
contacts, which create job opportunities. The final variable “knowing how” is linked to career-related skills and 
knowledge. 
Notably, scientific studies focused on traditional career put emphasis on procedures and processes developed in 
organization, facilitating transition upward. On the other hand, cross-functional movement within the organization 
and a support system has been proposed (Baruch 2004).  
According to Inkson et al. (2012), the studies do not support the view that boundary less careers are now 
predominant. Nevertheless, the idea that most individuals are neither entirely independent nor boundary less prevails 
(Baruch 2006). We therefore argue that scientific studies focused on career development should take into 
consideration the context of individual, organizations and industries. For instance, in public organizations the 
traditional approach toward career prevails. Hence, the transition from the structured bureaucratic organizations to 
more dynamic environment should be observed more carefully. Baruch and Quick (2007) have observed top-level 
military retirees who embarked on a second career in more dynamic environment. A main underlying premise 
adopted by scholars is that the organization career management system plays a crucial role in preparing leaders for a 
second career. For instance, the role of career counsellor who can help develop self- and occupational knowledge is 
seen as the most important (Clemens, Milsom 2008). On the other hand, the distinct nature of internal and external 
constructs of career success is emphasized. Meanwhile Vigoda-Gadot et al. (2010) have proposed and tested a 
second career model, which comprises the individual approach, the organisational practice and the social 
networking.  
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Nevertheless, limitations of these studies are observed. First, the studies have focused on the achievements of top 
level individuals. In these regard, we argue that further studies should focus on other structured organizations and 
individuals embarked on a second career. Second, the organizational role should be observed in more detail. The 
question remains if and how the organization contributes to the second career success. 
5. Conclusions 
The scientific discussion suggests that the approach toward career has changed. The revision of career concept 
allows us concluding that both individual and organisational aspects should be combined. The individual should take 
full responsibility for his or her career. On the other hand, much of the traditional notion of careers and their 
management exist in practice (Baruch 2006).  
The literature focused on the second career and antecedents for a successful transition is rather scarce. The idea 
that some individuals are neither independent nor boundary less has to be acknowledged. Hence, successful 
transition requires combining of individual competencies and support of previous organizations.  
Therefore the framework for future research should embrace: 
• Interrelationships of physical and psychological mobility. The question is being raised if and how the 
traits and previous work experience of individuals impact the success of the second career. 
• The role of organization in preparing for the second career. The question is being raised if and how 
human resource management systems and career management systems adopted in organizations impact 
the success of the second career. 
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